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With increasing opportunities for 
women in supervisory and management 
positions, the need for qualified female 
managers has grown larger than ever. 
Although more young women each year 
are choosing college majors leading 
toward managerial careers, a gap 
appears in management education for 
women already in the work force. 
Working women in clerical, blue collar 
and service professions have been 
aroused by the feminist movement. 
Women want better jobs, with higher 
pay. than has been the case in the past. 
Women are discovering their potential 
for more responsible positions in their 
current fields and are actively seeking 
the “ticket” to advancement. Toward 
these goals, many working women are 
searching for supplementary 
educational opportunities which should 
help them to advance in their field.
Building on this need, large numbers 
of specialized programs in management 
education for women are introduced 
each year. However, many of these are 
traditional, male-oriented development 
programs, which fail to consider the 
often different needs of women.
Based upon the premise that the re­
quirements of each job and the 
qualifications and potential of every 
manager are different, it follows that 
no two individuals have identical 
development needs.1 Therefore, 
specialized management seminars have 
been introduced to meet the needs of 
women in management. The purpose of 
this article is to study the importance of 
the value of management seminars for 
women.
The biggest obstacle to a woman who 
seeks a management position is the 
traditional attitude of both men and 
women toward masculine and feminine 
roles.
Although there are pressures to engage in 
feminine role-related activities, there are 
relatively few rewards for doing so. On the 
other hand, there are rewards as well as 
negative feedback for the woman who 
chooses to pursue occupational achieve­
ment in her own right. In a sense, there is 
no path that a woman can choose that is as 
highly rewarded and relatively conflict- 
free as high occupational achievement is 
for a man.2
Much has been said about the status 
of women in business today. Although a 
third of the current work force is female, 
women make up less than five per cent 
of middle management and less than 
two per cent of business executives. Half 
of the women in the United States who 
are between the ages of eighteen and
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twenty-five are now employed outside 
the home.3 Many of these women have 
career aspirations which cannot be 
realized as long as their opportunities 
are limited to so-called “women’s jobs,” 
which, for the most part, are low-paying 
and dead-end.
One survey indicates that at least a 
third of all companies have practically 
no women in management at all.4 
Banks, insurance companies, and 
merchandising firms have the most 
female managers, and the larger firms 
are more likely to have a sizeable female 
managerial component than the smaller 
ones. In terms of level, women are most 
likely to be first-line supervisors or, 
somewhat less frequently, in middle 
management; women are almost non­
existent in top management. There is 
also considerable variation among the 
different areas of a business, with women 
managers most prevalent in general ad­
ministration and production.
Management seminars are those 
types of organization-sponsored classes 
aimed at educating supervisory and/or 
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non-supervisory employees above and 
beyond the immediate technical re­
quirements of jobs.5
One study of objectives in manage­
ment seminars found that more than 
three-fourths of the 167 United States 
firms replying to a questionnaire stated 
that their main objective was “to im­
prove the performance of all managers 
on their present jobs.” The next most 
frequently stated objective was “to 
prepare selected managers for possible 
future promotions.”6
Broadly speaking the purpose of 
most, if not all, management seminars is 
to increase the organization’s present 
and future capability in attaining its 
goals. Implicit in the objectives of many 
programs is the avoidance of 
managerial and employee obsolescence, 
a constant danger in a highly com­
petitive, changing business world.
Seminars For Women
Many people think women entering 
management positions should be train­
ed in courses especially designed for 
women. New management seminars 
designed for training women to be 
successful in business careers are com­
mon today. Themes such as "women in 
middle management”...“women emerg­
ing in management”...“success for 
women managers”...are just a few topics 
from which women may select. Univer­
sities and many independent consulting 
firms continue to offer a variety of these 
programs. It seems apparent, just from 
the number of seminars being offered, 
that a need for special training for 
women exists.
Some of the reasons for having 
specially designed seminars for women 
is articulated in the literature. Manage­
ment Institute offers this explanation, 
for example: “This is a seminar that is 
designed to hit...with special input and 
force...the special problems that women 
face as they move into supervisory 
management.”7
The explanation goes on to state, 
however, that the seminar also attacks 
problems that every manager, male or 
female, faces. Other seminars offer such 
items as helping women see the value of 
their skills and abilities in the manage­
ment structure, testing these abilities in 
a supportive and professional climate, 
and exploring women’s biases in work­
ing together with other women and male 
coworkers. These programs are also 
pointedly addressed to women seeking 
to move upward in the organization, 
women aspiring to more responsible 
positions in business, industry and 
government and women new to the 
management hierarchy.
The Role of Business
The rapid growth of seminars in 
management offered by universities 
since World War II and their wide 
acceptance and encouragement by 
business and industry provide further 
evidence of the widespread belief in the 
management seminar concept.8 In a 
recent thirteen-year period, university 
executive programs multiplied from 
four to more than forty.9
In addition to in-plant and college­
campus seminars, many one-day to two- 
week seminars are conducted off com­
pany property at hotels, resorts, and 
elsewhere.
Many firms make a practice of send­
ing selected managers to such 
seminars. A notable innovation in re­
cent years is the establishment by a num­
ber of large corporations of their own 
management “colleges” to which ex­
ecutives from company operations 
throughout the country are sent. Many 
organizations have a procedure to iden­
tify high-potential persons and establish 
replacement lists, but somehow women 
are often left out because the organiza­
tion fails to recognize their ability. 
When a utility discovered, for example, 
that not one woman was included in the 
high potential pool of 300 persons, it 
modified the requirements for eligibility 
and set up a separate procedure for the 
identification of talented women.
As a part of their resource develop­
ment system some organizations are es­
tablishing special management seminars 
for a few topnotch women who have had 
a variety of business experiences but 
lack necessary exposure in a particular 
area, such as manufacturing, finance, or 
sales, to qualify for management 
positions. In some cases these seminars 
are cited as the turning point to a change 
in attitudes and outlook.
Typical seminars include discussions 
on stereotypes that women have 
traditionally accepted and also focus on 
problems that women face in business. 
Members of the group share experiences 
and give each other advice on handling 
difficult situations, such as how to work 
with a chauvinistic manager or how to 
manage a subordinate who refuses to 
work for a woman. Questions of 
business style and image often arise, 
such as, “should a woman act like one of 
the boys, or be coy and feminine?”
The procedures for investigating 
traditionally nonfemale job oppor­
tunities also get emphasis; some 
seminars have reports by group 
members on various positions within 
the company. These reports not only in­
crease practical knowledge of the com­
pany but also give each person an op­
portunity to develop presentation skills.
Women, like men, have to become ac­
customed to working with women, and 
here the seminar can help. One engineer 
who had spent nearly all her business life 
in strictly male departments remarked 
that a seminar for women had given her 
a chance to meet intelligent women 
whom she could respect, use as role 
models, and with whom she could share 
experiences.
The Role of the University
There are five major reasons for the 
use of management seminars for 
women:
To broaden the woman manager’s vision 
and understanding as preparation for ad­
ditional responsibility.
To provide the woman manager with the 
latest information on business theory and
practice.
To stimulate a more creative and in­
novative approach to problem solving 
and decision making.
To give her the opportunity to discuss 
ideas and problems with other women.
To allow the woman manager to reflect 
upon and assess her career development 
and work role.
In its specifics the management 
seminar utilizes the resources of the uni­
versity business school, using business 
school faculty and often located on uni­
versity campuses. Seminars may select 
from among the full scope of graduate 
business offerings, including manage­
ment, policy and planning, management 
of human relations, measurement and 
control, and the business environment.
The seminars usually admit women 
that already have had some managerial 
experience within their companies; 
women that have serious motivation, 
usually because they are on the rise 
within their firms and desire further 
preparation for their future; and women 
who show sufficient stability of per­
sonality and intellectual competence to 
bridge the gap between understanding 
theory and its application in a wide 
variety of unique situations.
Seminar Shortcomings
Some concerns are that seminars lack 
the ability to develop explicitly the 
traits, knowledge, and skills essential to 
career success and leadership in business 
organizations.10
Evaluation of special management 
programs has traditionally posed a dif­
ficult problem. The methods of ap­
praising results are recognized as being 
at best imprecise, cumbersome, and un­
wieldy.
Typically, for lack of anything better, 
seminar evaluation is often ac­
complished by obtaining feedback from 
the participants at the conclusion of 
their development experiences. Evalua­
tion instruments have varied in their 
degrees of sophistication, but most suf­
fer from the same following deficien­
cies.11
The assessment of the educational ex­
perience is usually performed by the par­
ticipant alone.
The appraisal comes at a time when the 
participant is in a euphoric state. As a 
result, the evaluation suffers from a 
“halo” or Hawthorne effect resulting from 
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The participant probes her feelings and 
beliefs rather than concrete evidence of 
behavioral or performance change.
Moreover, the participant may be re­
quired to report on the worth of the 
program to her company upon return­
ing to her job. The woman manager 
does not want to seem negative, un­
grateful, or unworthy of future oppor­
tunities. Therefore, her report is likely to 
be both inhibited and perceptually dis­
torted. Her account tends to emphasize 
the positive aspects of the experience 
and ignore its shortcomings. In actuality 
often the most important considerations 
about the seminar, as far as the partici­
pant is concerned, is that she was select­
ed to attend, not what she learned.
Women’s Seminars: The Value
The premise that special seminars 
should be designed for women entering 
management is acceptable and probably 
desirable, at this time. The following are 
some reasons for continuation.12
Women in the past were not given the 
special educational advantages that were 
offered to men in similar positions. 
Women have to catch up. Women need 
24/ The Woman CPA
more exposure to management concepts 
than men simply because of lack of ex­
posure.
Women have as great a prejudice against 
other women as men. It is necessary to ex­
pose women to all types of other women in 
business. Women gain strength and 
knowledge from one another. Men, 
traditionally, have many colleagues and 
friends with whom to discuss job 
problems; women do not have this oppor­
tunity. Women need job satisfaction the 
same as men. Women need to know that 
unity is indeed powerful.
Women never considered the importance 
of the jab in the past, for their own self­
perspective forced them to demean their 
position, not honor it. The position as a 
woman manager was a thing to hide. 
Women have to regard themselves and 
their jobs with esteem. Respect for job, 
with women, cannot be taken lightly. 
Women’s, management seminars stress 
respect, pride in job, development for 
even greater job success.
Yes, women’s management seminars 
are viable today. Women have to catch 
up, have to associate with other women 
with the same business background and 
the same problems, have to raise their 
own personal horizons and develop a 
plan for continual achievement and 
growth. For these reasons, seminars 
offered for women are necessary and 
beneficial.
Summary
A case for continuing programming 
management seminars is presented. 
Women need to catch up; women need 
to become a part of the organization; 
women need to feel pride in their job en­
vironment; women need to share ex­
periences.
How, then, can the talents of women 
be developed more constructively?
Women management seminars 
should not be discontinued. Despite lit­
tle real differences in ability, women 
have not been offered the same oppor­
tunities as men at any management 
level. Special seminars should promote 
men and women as equals. The goals of 
such programs should focus on un­
derstanding commonalities rather than 
dissecting differences.
The question initially posed can now 
be better answered. For women who 
have yet to catch up in management 
knowledge, for women who are not yet 
comfortable in the management posi­
tion, and for women who still fear other 
women in management, the manage­
ment seminars for women seem to be 
highly desirable.
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